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 I 
ABSTRACT 
The study was premised on the truism that men have historically served in higher echelons of 
organizational management structures and women are under-represented. The principal objective 
was to explore the constraints faced by women in accessing higher leadership and senior 
management positions in public, private and non-governmental organisations in Zimbabwe. This 
study adopted the triangulation method, that is, qualitative and quantitative approaches. These 
mixed research methods, were upgraded by the feminist research methodologies, thereby making 
a contribution in the field of research. The study found out that the constraints that mostly hinder 
women from accessing leadership and senior management positions in public, private and NGOs 
were cultural practices, which represent levels of power and control that in turn hinder reforms; 
and women's socialisation into feminised roles. The study also found out that in most 
organisations, most females work under male leadership, and this traditional organisational 
culture, needs to be deconstructed and reversed in order to achieve gender equality. The study 
recommended for a human centric and integrated organizational management strategy for public, 
private and NGOs in Zimbabwe. The adoption of a human centric and integrated management 
approach should aim at gender equity and reduce women's under-representation. A human 
centred organizational culture has to be practiced, that would create organisational ethos that 
guide organizational management. An integrated organizational management approach should 
integrate all systems and processes into one complete framework, enabling people to work as a 
single unit, unified by organizational goals, shared vision and common values. The system 
should depend on a balanced mix of the masculine and feminine attributes. The approach should 
put its weight towards adoption of measures to attract, advance and empower women so as to 
benefit from their qualifications, experience and talent in a highly competitive environment.  
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